The main objective of this study is to identify the determinants that influence user demand for lifelong learning in institutions of higher education. Qualitative methodology was used to develop an instrument and a quantitative approach was used for the remainder of the study. After a literature review and indepth interviews with experts in lifelong learning, we obtained the dimensions of the study and validated a questionnaire using expert opinion and a pilot test. The results and conclusions drawn from this study indicate the existence of three dimensions in user demand for lifelong learning in institutions of higher education: motivational, conflicts/difficulties and career-development. The constructs of current-work, careerchange and personal improvement are linearly related to the motivational dimension; personal-constructs, external and time-related constructs are linked to the conflict/difficulties dimension; and working-environment and professionalexperience constructs are related with the career development dimension. One of the novel contributions of this work is that it obtains empirical evidence on the determinants of demand for lifelong learning from the perspective of people who seek training.
Introduction
The selection and training period for working in a profession is not a decisive or unique life event, but rather an ongoing process. In this context, the concept of lifelong learning acquires importance. Knowledge has an expiration date and it is necessary to acquire new skills to meet changing work situations.
The training needs of citizens extend beyond initial professional studies and last a lifetime. Professionals must be continuously learning (Marcelo, 2010; St Pierre & Kustcher, 2001) . When lifelong learning takes place in institutions of higher education the assessments that students make of themselves and the changing world are crucial (Su, 2011) . Lifelong learning is acquired in different types of courses that all affect the student's curriculum (Idrus et al., 2012) .
During the last decade, lifelong learning has been high on the European political agenda of cooperation in education and training. European Union ministers are convinced of its importance and have agreed that by 2020 at least 15 per cent of adults should be receiving training and education (Eurydice Network, 2011) .
The overall objective of this study was to identify the determinants of demand for continuous training among users in Institutions of Higher Education.
Most studies analyse the demand for lifelong learning from the perspective of organizations. One of the novel contributions of this work is that it obtains empirical evidence on the determinants of the demand for lifelong learning from the perspective of people who seek training. We intended to bring knowledge into this field that could be useful for institutions of higher education and for other participants when designing new academic programs or training.
The fundamental contribution of this study is an explanatory model of the factors of each of the dimensions that influence users' demand for continuing education in institutions of higher education on the basis of the variables and their corresponding measuring instruments. The results obtained may help such institutions in the planning of future training and future students to make them reflect on their training throughout life as well as the importance of their training curriculum, as it can help in the development of professional opportunities in a flexible and changing labour market.
Literature review
One of the earliest references to lifelong learning appeared in 1919 in the Final Report of the Adult Education Committee of the UK Ministry of Reconstruction as cited in Sutherland and Crowther (2007) . The report considered that training throughout life is ideal for everyone. This concept has evolved over time and in 1976 UNESCO referred to lifelong learning as an action that affects all the dimensions of an individual (quoted in Ruiz, 2001 ): 'The term lifelong learning means an overall scheme aimed at restructuring the existing education system and developing all training opportunities that are outside the education system' (p. 12).
There are many definitions of lifelong learning, but we consider one of the most appropriate to be that of the Commission of the European Communities (2000) as cited in the Memorandum on Lifelong Learning: 'Any activity continuously made for the purpose of enhancing skills, knowledge and abilities ' (p. 9) .
Later the European Parliament and Council (2006a) extended this concept and stated:
Lifelong learning or continuing education includes all activities of general education, vocational education and training, informal education and training that takes place throughout life and enhances knowledge, skills and abilities in a personal, civic, social, or working perspective (European Parliament and Council, 2006b ).
One of the objectives of the European Union since its inception has been the development of quality training among its member states. Concern for education has been increasing over the years as highlighted in Table 1 .
Education and training are useful tools for achieving long-term goals. We conclude that the European Union believes that such education is essential for achieving adequate levels of growth and employment, and an efficient investment in human capital. On this point, presented and sorted chronologically, some of the studies related to continuous training, organizations and training users.
The motivation to learn depends on four variables: the reaction of the participant, the expectations of success, the attitude and the work environment (Noe, 1986) . Productivity increases when training programs are implemented (Bartel, 1994) . Huselid (1995) studies the links between high-performance work practices and the development of the company. These practices have an economical impact on the business volume business and worker productivity intermediates. A 10 per cent increase in training could mean a 4.9 per cent increase of the productivity in manufacturing companies although a 5.9 per cent increase in training did not mean an increase in manufacturing (Black & Lynch, 1996) . Delery and Doty (1996) demonstrate the hypothesis of existence of a positive relationship between the financial development of the organization and the formal systems of education. The relationship between the improvement of the capabilities of human resources managers and productivity was found by Huselid et al. (1997) . A conceptual model which relates the direct effects of intangible resources on business performance; the training-related resources are critical in creating continuous competitive advantages was developed by Olavarrieta and Friedmann (1999) . Kazamaki and Lindh (1999) found that training increases long term working demand, although in the short term, the elasticity of the training on demand is negative and low in absolute value. Technologically similar production lines achieved improvements in uptime and product quality when it is introduced by innovative human resources management practices (Ichniowski & Shaw, 1999) .
The cost/benefit return rate in function of a training day is 1.8 per cent (Bartel, 2000) . Barrett and O'Connell (2001) concluded that the general training has a positive effect on the productivity growth. The majority of companies in the United Kingdom did not realize the potential of training in terms of increase in productivity. Only 25 per cent of companies in this country have measured the effectiveness of their programs (Tennant et al., 2002) . The results of Bassi et al. (2002) indicated that the investment in training can be used to predict future market returns.
A significant portion of the variation in the motivation to improve work through learning is explained by the commitment to work, positive affectivity and extraversion (Naquin & Holton, 2002 . High training has a positive effect on performance in factors such as customer loyalty and employee satisfaction (Molina & Ortega, 2003) . Johannessen and Olsen (2003) presented a model of performing training in the workplace, which established that to produce sustainable competitive advantage, it is necessary to join the tacit knowledge to the explicit. An increase in spending on training of managers becomes an improvement in productivity and effectiveness (Arag on et al., 2003) . Sterck and Baert (2003) postulated that for an optimal configuration of learning it was necessary that there existed a direct involvement between the organization and the employees in the programming of the training.
The academic qualifications obtained influence job performance (Myers et al., 2004) . Arulampalam et al. (2004) revealed that in the public sector employees have a greater tendency towards learning than those in the private sector. Women who received additional training in their work obtained, on average, a 2 per cent increase in salary (Chu-Ng, 2005) . Ubeda (2005) found that the development of human capital has a positive impact on customer satisfaction, employees, customers and shareholders or owners.
The consolidation of the training department within the organization's structures, the size of a company and their business volume are key variables of training Sol e-Parellada et al., 2006) . Training related to the job leads to increased productivity (Dearden et al., 2006) . They suggested the formation of externalities. However, Ballot et al. (2006) measured productivity such as the wage indicator and found that the return on investment in training is low. Empowerment represented a gain of roughly 7 per cent and extensive training of 6 per cent of the value added of the worker (Birdi et al., 2008) .
Without obtaining empirical evidence Vlachos (2008) concluded that the intensive training ensured the presence of employees with the proper rating, and this fact leads to the production of products of better quality. Danvila and Sastre (2009) demonstrated empirically the existence of the relationship between total quality and the efforts made in training. The two main reasons why adults do nonformal training were to get a better job and improve the career prospects and to increase knowledge and/or skills in an interesting topic. The two main obstacles to continuous training are hours of work and family responsibilities (Boateng, 2009 ). Mamaqi and Miguel (2011) obtained an empirical evidence and they showed that the failure to provide a specific training with agreement between the employee and the organization, depending on their initial education, experience and occupational category of the worker contributes to improving the stability and employment of the worker.
An organization that has a good image in reference to facilitate training of their employees, had a positive influence on the demand for training of these; create a culture of learning within the organization and at the same time helps to attract and retain key employees (Noe et al., 2010) . A climate in the organization that promotes learning influences positively on the promotion of the participation of their employees in learning activities (Noe et al., 2010) . Younger workers and those who have less time in the Organization were more stimulated by do training .
If organizations wanted to retain their employees, it was important to take care of their education (Govaerts et al., 2011) . In the public sector employees had a greater tendency to the learning instead of employees in the private sector (Findlay et al., 2012) . Education could focus as a factor of economic growth. It generates a virtuous circle that allows the reduction of the gap between the skilled and unskilled labour. Knowledge represents a competitive advantage (Milanovic, 2011; Silvi & Cuganesan, 2006) . Pastor et al. (2011) carried out a study that focuses on the analysis of the continuous training in Spain and got empirical evidence that larger companies promoted more training in their employees, particularly in the University. They also found training and productivity to be related. Busemeyer et al. (2012) argued and demonstrated empirically that the level offered by the training company to its employees is strongly correlated with the size of the company. Large companies are more likely to offer training programmes.
The most valuable asset of the institution of the 21st century in a knowledge economy, will be the employees with their knowledge and their productivity (Fajar & Hidajat, 2012) . Training helps in retaining within the organization of qualified employees (Maluti et al., 2012) . Delmas and Pekovic (2013) studied the relationship between environmental standards and labour productivity, and concluded that the training of workers is a mediation mechanism for environmental rules and affects productivity. There was a positive relationship between training and productivity (De Grip & Sauermann, 2013) . The authors believed that more multidisciplinary studies are needed on this topic, which finds a black box. The learning conditions indicated that support of the supervisor is critical for an employee to apply the competences developed during a training programme in the job (Govaerts & Dochy, 2014) .
The interactions between knowledge, learning and business leaders to facilitate conditions conducive to innovation ( Svarc & Dabić, 2017) . The learning conditions information, feedback, reflection and coaching was good predictors for the acquisition of generic learning outcomes and organizational level learning outcomes (Janssens et al., 2016) . Formal and informal learning influences job performance through the value of learning at work (Park & Choi, 2016) .
Methodology
Consistent with the objectives we used a hybrid methodology -qualitative for the indepth interviews and quantitative in the survey. The phases of the study are showed in Figure 1 .
The first step of the study is the design and validation of an instrument that allows us to determine the factors that influence on the users' demand of training in Institutions of Higher Education. Validation has been done in two ways: a trial experts and a pilot test.
For the instrument design, we have performed focused and directed interviews, because we wanted to focus on asking about factors that can influence the performance Determinants of user demand in HEIof continuing education in institutions of higher education. The steps followed in the performance of these interviews have been:
1. Documentation: we developed the theoretical framework of the topic of the quest to know it thoroughly. 2. Script: we create an open script so that each interviewee could perform all the contributions deemed appropriate on the subject of study. This scenario was used to keep focused in the research topic. 3. Execution: to carry out the interviews we connected personally with each of the nine interviewees. We informed them about the subject of the search and we arranged an appointment in order to do the interview, moving to the place where they considered appropriate.
We developed the initial questionnaire after completing the study of the theoretical framework and performing in-depth interviews with experts in lifelong learning. They enabled us to define the dimensions that are related to the need for lifelong learning used in this study. These dimensions are: motivations; conflicts/difficulties; and career development.
The motivations dimension is common to many studies. Findlay et al. (2012) obtained a correlation between the desires to embark on training and increases in income. Using data from the Adult Education Survey, Boateng (2009) showed that the main motivation for 43 per cent of the respondents was to improve or change jobs and 21 per cent started training because of pressure from their employer. Facteau et al. (1995) found that motivation and imposition have an inverse relationship for training. Naquin and Holton (2003) concluded that work commitment is a key part of the motivation for pursuing training related to employment. Noe (1986) , Noe et al. (2010) and Pastor et al. (2011) stressed the importance of understanding the user's training needs in this motivation. Sarfati (2013) noted that training favours the creation and continuance of jobs.
The conflicts/difficulties dimension is present in studies of several authors including Kyndt et al. (2011) who found that one of the major obstacles for older workers was a fear of 'going back to school' and that lack of time was an obstacle for younger workers. Brunet and Rodr ıguez-Soler (2014) , Far ıas and Sevilla (2015), Marhuenda et al. (2010) , Mayhew et al. (2008) and Natile (2013) stressed the problem of the level of initial training. Noe (1986) and Rigby and Ponce Sanz (2016) considered the fact that students may see objectives as unattainable a major challenge. Tabuenca et al. (2013) stressed lack of time as a major difficulty.
The career development dimension is also studied by various authors, including Arulampalam et al. (2004) , Findlay et al. (2012) and Martin et al. (2013) who argued that the type of company is a determining factor in providing employees access to training. Busemeyer et al. (2012) empirically demonstrated that the amount of training a company offers to its employees is directly related to its size. Mamaqi et al. (2010) and Mamaqi and Miguel (2011) showed empirical evidence that training programmes agreed between the worker and the organization which are based on experience and capabilities can help to improve the stability and permanence of Source: authors.
the employee in the company. Nuñez-Cacho et al. (2015) showed that coaching processes are an important tool for improving the individual-level of performance of human resources. Furthermore, the companies can benefit from the resulting effects on organizational performance, sales increase and productivity growth. Noe et al. (2010) observed that an organization that helps employees to obtain training, makes a positive influence on the demand for training and also better attracts and retains employees in key positions. Paracha et al. (2014) showed that training programs enhance employee skills and abilities such that they become more productive workers, in addition the company becomes more productive and training a serves a latent function of disseminating the worthiness of the employees in front of the organization and these employees, in turn, show a greater commitment to the organization. Then, we developed an initial questionnaire, which has been validated in two ways: an experts' trial and a pilot test.
The first part was carried out by 21 experts from different and complementary institutions and backgrounds with wide and proven experience in training. The evaluations were performed in personal meetings or via email.
Each expert assessed three criteria for each of the items in the questionnaire:
Univocally: is asked to evaluate the formal aspect of the item, that is, if it is understandable, if it is ambiguous and may lead to confusion or if it should be expressed in a different form. In short the experts should consider if the item in the question was or was not univocal. (Yes/No) Pertinence: the evaluation was a scale from 1 to 4 shall estimate the suitability of the item for the purpose of evaluation. Importance: it was evaluate with a scale from 1 to 4 shall assessed the significance of the item for the object of study.
The analysis of the results of the experts' trial we checked the validity of the content, through the study of the assessments, both for items and for judges. We calculated the Cronbach's alpha, the box diagrams (box-plot) and Tukey hinges among others.
The conclusions obtained as a result of expert's trial, allowed us to make relevant changes in the first questionnaire and got the second questionnaire that we submitted to a pilot test.
The pilot test was conducted by students of lifelong learning at the University of Andorra. The obtained sample was up of 52 questionnaires.
To evaluate the results of the pilot project we implemented a database, in order to the transform and validate the items. In order to avoid errors and inconsistency of the results we accorded to follow this criteria: verification of the nonexistence of missing, values out of range and invalid categories; incorrect values recoding in the database.
The pilot test enabled us to check the reliability of the instrument, as well as the internal consistency and construct validity. We calculated the value of Cronbach's alpha and obtain a value of 0.803 for the categorized values which is acceptable. We also made an exploratory factor analysis and we get the same factors that emerged from the literature review (Sabri a et al., 2012) .
After the analysis of the results and appropriate changes were made, we arrived at the final questionnaire, which was to be validated. The steps in the validation of the questionnaire are displayed in Figure 2 .
The results of the survey and the implementation of the proposed model were analysed using the SPSS program, and we used the AMOS and EQS program for confirmatory factor analysis. All indicators of the model were measured using a 5-point Likert scale, where 0 was the weakest or disagreement and 4 the strongest degree or complete agreement. An overview of the study is shown in Table 2 .
Once the data was gathered we followed this methodological process:
I. Steps prior to developing models
Determinants of user demand in HEIa. Exploratory data analysis b. Exploratory factor analysis (EFA). Obtain factors c. Evaluation of confirmatory factor analysis (CFA) II. Development and evaluation of model
The results of Point 1 have been included in the methodology section because they are steps prior to the development of the model (which we considered the primary outcome of this study).
Exploratory data analysis
The sample was composed of 45 per cent men and 55 per cent women. The mean age was 34 years with a standard deviation of 13. Age distribution was similar for both sexes. The average number of years of work experience was 11 with a standard deviation of 9.
Some 83 per cent of people in the sample were university graduates; 12 per cent were full-time students; 14 per cent were unemployed; and 74 per cent were employed. Of the active individuals 23 per cent worked in the state sector, 70 per cent in private industry and 7 per cent were self-employed.
The data did not meet the condition of univariate and multivariate normality, and so the techniques used to estimate the parameters were: the weighted least squares method (Rial et al., 2006) ; and the robust standard estimator method (Bou & Satorra, 2010; Satorra, 1990 Satorra, , 2002 Satorra & Bentler, 2010) .
Models were estimated with both methods and using the AMOS software and EQS.
Exploratory factor analysis
The literature review found no theoretical model or hypothesis supported by theory which enables a determination of which observable variables contribute to directly measuring latent variables or constructs that define each dimension. In this case, following the L evy Mangin et al. (2006) criteria, an EFA was calculated as a preliminary step before exploration. Before performing this step, we considered the existence of a correlation between variables, but as there were no common factors it would make no sense to do this for each dimension. We made the assessment using Bartlett's test of sphericity and the Kaiser-Meyer statistic-Okin. The value found oscillated between 0 and 1, and for values greater than 0.5 the use of the data factor model is considered acceptable (Kaiser, 1974; Perez, 2009) .
Initially, we took into account all the variables that could influence each of the dimensions (as detailed in the literature review). Based on the results obtained we respecified the analysis. The final results for each dimension follow below:
Motivation dimension (Figure 3 
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Confirmatory factor analysis
With the factors obtained, we performed a confirmatory factor analysis for each of the dimensions to check the validity of the model. First, we analysed the overall fit of the model by employing:
Goodness of fit to determine the extent to which the model predicts the initial data matrix with indices: McDonald's (MFI) and root mean square error of approximation. Incremental setting to compare the proposed model with a null reference model which states that there is no relationship between the variables with the following indices: normed fit index which measures the proportional reduction in the adjustment function on changing the null model for the proposed model; the non-normed fit index or Tucker Lewis index compares the degree of freedom adjustment between the null model and proposed model; the incremental fit index is similar to the previous index but does not take the degrees of freedom into account, and the comparative fit index which is valid for large samples and compares the maximum values of the v 2 setting and the degrees of freedom between the proposed model and the null index. The parsimonious setting to examine the degree to which each setting was reached for each coefficient or estimated parameter with the indices chi-square v 2 statistic (which measures the distance between the data matrix and that which estimates the model), and the normed chi-square which is very suitable for large samples.
Below we study the analysed measurement model setting:
The unidimensionality of each of the latent variables or factors performing an EFA for each factor. The composite reliability of observable variable, indicating the degree to which the indicators or observable variables fit the factor. Checks have been made by studying the statistical significance between each factor and indicator; and the individual reliability of each item using standardized item loads with each factor. The internal consistency of the analysed indicators: the composite reliability, extracted variance, as well as convergent and discriminant validity.
Motivations dimension
A model was initially proposed in which each latent variable or factor was associated with observable variables given in the EFA. This model produced some indices outside the reference values and it was considered appropriate to make modifications. These were achieved using the modification index (MI) of the AMOS program and Lagrange modification test (LMTest) in the EQS program. Both the MI as well as LMTest showed that the model improved if the following variable was associated: reduce the possibility of job being lost with the career development construct. For this reason, we proposed the model shown in Figure 6 , which was validated by theCFA.
Conflicts/difficulties dimension
We followed the same procedure as in the case of motivations dimension and we proposed the model shown in Figure 7 , which was validated by the CFA.
Career development dimension
The proposed model, Figure 8 , coincides with that obtained in the EFA and results of which was validated by the CFA.
Results
The structural model for each of the dimensions has involved the introduction of an exogenous latent variable of an order higher than the dimension. This new variable brings together all the top-level factors. The factors integrated in the CFA become endogenous latent variables and the exogenous latent variable is the higher order factor.
After checking the measurement model for each of the dimensions we proceeded to check the structural model that establishes the causal relationships between constructs. We made the evaluation by checking the second-level factor loadings and the proportion of variance explained by the latent variable.
Motivations dimension
The proposed model for the motivations dimension is shown in Figure 9 .
The matrix expression of the results obtained with MLrobust estimation is shown below. 
The proposed conflicts/difficulties are shown in Figure 10 .
Career development dimension
The proposed conflicts/difficulties dimension is shown in Figure 11 . The matrix expression of the results obtained with MLrobust estimation is shown below. 
Discussion and conclusion
The aim of this study was to obtain the determinants of the demand for lifelong learning in institutions of higher education. Most studies address the demand for lifelong learning from the perspective of the organization and empirical evidence is not usually obtained after a literature review and the performance of in-depth interviews experts in lifelong learning, we obtained the three dimensions in which the study is based: motivations, conflicts/difficulties and career development. Then, we validated a questionnaire using expert opinion and a pilot test that we distributed to students of continuous formation of institutions of higher education. The treatment of the 812 questionnaires of the sample was performed using statistical univariates, multivariates and modelling with structures of covariance structures or structural equations using two methods of estimation: asymptotically distribution-free (ADF) and robust maximum likelihood (MLrobust). 
MOTIVATIONS dimension
The dependent factors in the motivations dimension are: career change, current work and personal development. The career change factor depends on the observed variables: get/change jobs, obtain higher pay and decrease the likelihood of losing job. Current work factor depends on: maintaining employment, fear of losing job and undertake training according to needs of the company. The personal development factor depends on: improving skills, increase personal development and update knowledge. These results agree with previous studies e.g. Boateng (2009) with data from an adult education survey indicated that 43 per cent of respondents conducted lifelong learning for professional career development, and 21 per cent by imposition of the company. Noe (1986) and Johnson and Beehr (2014) indicated that motivation to learn is related to the workplace and improving skills. Findlay et al. (2012) obtained correlation between the desire to train and earn more.
CONFLICTS/DIFFICULTIES dimension
The dependent factors in this dimension are: personal, time-related and external. The personal factor depends on the observed variables: little desire to go back to school, age or health, problems in reaching training objectives, lack of offer nearby and lack of initial training. The time factor depends on: family responsibilities, time available to study and training hours. The external factor depends on: difficulty in mobility; lack of nearby supply; and economic costs. These results agree Source: authors.
1 The factors and variables extracted depend on each being ranked from greatest to least lineal dependence.
with previous studies: Brown and Charlier (2013) highlighted difficulty in reaching the place where training is offered; Tabuenca et al. (2013) found that the main difficulty for lifelong learners was finding a suitable time for training; Kyndt et al. (2011) found that one of the most important obstacles for older workers was 'fear of going back to school' and for younger workers it was finding the time for training.
CAREER DEVELOPMENT dimension
The dependent factors for the dimension are: work environment and work experience. Work environment depends on: years of experience and months spent working in the current company. The working environment factor depends on: company facilities for training, continued employment if training is facilitated and job satisfaction. These results agree with previous studies: Fajar and Hidajat (2012) remarked that the most valuable asset for organizations is the knowledge and skills of its workers and related productivity; Mamaqi and Miguel (2011) and Mamaqi et al. (2010) obtained empirical evidence that specific training for employees helps improve the stability and permanence of the employee in the company. Fugate et al. (2004) stated that individuals who adapt their knowledge and behaviour increase their employability. Guerrazzi (2016) remarked an increase in the percentage of trained workers and the average hours of training per worker may increase the impact of training on productivity.
Coinciding with the initial intention of providing new knowledge in this field that may be useful for institutions of higher education and other agents of the system when designing new training programmes, the results have enabled us to extract a typical profile of people demanding lifelong learning and recommendations for offering such training.
Implications for institutions of higher education
Given that the main motivation is career change, institutions of higher education should offer training that provides the skills sought by potential students and then grant supporting academic certificates. To overcome conflicts/difficulties, institutions should carefully specify the requirements for admission; offer courses tailored to the demanding schedules of students and perhaps encourage blended learning. At the same time, institutions could adjust the maximum price of courses, provide scholarships and find sponsors (albeit a difficult task in the current economic crisis).
Implications for organizations more generally
Organizations should have a well-defined career for their employees, enable career change and offer job security. Organizations could help overcome the conflicts/ difficulties associated with time factors by offering flexible schedules and reconciling work and family life. Workers positively value the opportunity to train and this facilitates a climate of job satisfaction.
Implications for potential students
Lifelong training is the best investment a person can make. It is a key factor in a career, as well as helping to cover the deficiencies of formal education and updating acquired skills. A lack of initial training and the fear of not achieving the objectives are major obstacles when individuals consider starting a training course. However, it should be mentioned that a large percentage of the population has no accreditation of their work skills. It is important that everyone is aware of their own skills and recycles work experience and training in their work activity. The difficulties related to time are also important and a possible solution would be to opt for the blended learning mode. A pro-active attitude to work generally results in a need to learn. By performing the same task in the same way without any changes or revision, a person can spend many years in organization without acquiring any significant professional experience. Similarly, if a person experiences -even for a short period of time -different work situations that involve recycling and learning, they may be able to provide value added professional skills quickly after joining an organization. Source: authors.
We think the main contributions of this work are; the validation of a questionnaire to obtain the determinants of the demand for lifelong learning in Institutions of Higher Education, and empirical evidence for these determinants from the perspective of people who seek training.
The results of this study may help in developing the following criteria:
knowledge -by providing cognition, data and empirical evidence of demand for continuing education from the perspective of the user. As it has been explained in literature review only a few studies address this issue from the perspective of user training and very few studies have obtained empirical evidence of their results development -involving the user reflecting on their professional studies, as well as their motivations and difficulties; the results obtained consist a useful tool for designing future training. advance -intended to detect the determinants of demand so that future training can anticipate factors that may influence training proposals.
Limitations and future work
This study uses structural equation modelling (SEM) to adjust the model to the data. From the statistical point of view, we can say that the presented models belong to the family of alternative models that are compatible with the data and valid from an empirical perspective. Bollen (1989) explained one of the limitations of using SEM: 'If a model is consistent with reality, the data should be consistent with the model. But if the data is consistent with the model that does not mean that the model matches reality' (p. 68). A strong point of this study is the fact that the validity of the models has been checked using the ADF and MLrobust estimation techniques. An improvement to this study would be a revision of the questionnaire by introducing new variables for the direct measurement of user demand for lifelong learning to enable an amplification of the structural model with new variables that bear directly on the latent variable demand.
